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INTRODUCTION: 
ibsence from work by members of a labour force create8 
organisa t ional probleois for management and r e s u l t s in 
losiJes in production to both the company and the economy. 
This i s an important symptom of mal-adjustment and a sign 
of p r o t e s t tha t i s usually confronted by p rac t i ca l l y every 
indus t ry . Frequent absenteeism in i n d u s t r i a l un i t s has 
cons t i tu ted a great drain on the productive resources of 
Ind ia , besides hindering proper manpower planning and 
thereby af fac t ing the qual i ty of I n d u s t r i a l r e l a t i o n s . 
They a l so make i t d i f f i c u l t for the employers to plan 
production and undertake and persue an appropriate pr ice 
f ixat ion po l icy , ^ n c e 'no work no pay* i s the general 
r u l e , the l o s s to the workers, by weiy of absence from 
work, i s a lso great* 
For determining the ac tua l e f fec t s of aosenteeism 
i t i s necessary to develop a conceptual framework. I t 
may be defined as « The t o t a l man-shift l o s t because of 
absences as a percentage of the t o t a l number of man-shifts 
, 2 • 
schedule to work." A worker who repor ts for any pa r t 
of a s h i f t i s to be considered as p re sen t . An employer 
i s to be considered scheduled to work when the emp-^loyer 
has work ava i l ao le and the employee i s aware of i t , and 
when the employer has no reason to expect, well in a 
advance, t ha t the employee wi l l not be ava i lab le for 
work a t the specif ied t ime. The employee may stay away 
from work on the grounds of leave to which he i s e n t i t l e d , 
or siclmess or some accident or without any previous 
sanct ion of l eave . Thus, absence may be ^authorised' 
or 'unauthor i sed ' , 'w i l fu l ' or caused by circumstances 
beyond ones control* The labour Bureau , Simla,does 
not regard authorised vacat ion, p r iv i l ege leave s t r i k e , 
lock-out , lay-off or regular ised overstay as absenteeism. 
j ^ aga ins t t h i s , a l l kinds of vacations and leaves are 
considered by the Annual Survey of Indus t r ies as periods 
when the worker i s scheduled to work. 
This difference in i n t e r p r e t a t i o n of the two 
agencies ex i s t s because of the fact t ha t both the agencies 
5 3 : 
have d i f fe ren t objects In c o l l e c t i n g data* The labour 
Bureau's i n t e r e s t i s in the extent of t o t a l time l o s t 
due to human factor as a percentage of the t o t a l time 
scheduled to work, whereas the Annual Survey of Indus-
t r i e s i s concerned with the cost of time l o s t as a 
percentage of t o t a l labour c o s t s . 
Several other views are a lso avai lable as that 
given by Seligman, who re fers absenteeism to " Time 
l o s t i n i n d u s t r i a l establishments by avoidable or un-
avoidable absence of employees. Time l o s t by s t r i k e s 
and lock-out or by la teness amounting to an hour or two 
i s not usual ly included, ibsenteeism i s measured e i ther 
in the percentage of time l o s t as compared with the t o t a l 
scheduled time of work including authorised overtime or 
more popularly in the number and f rac t ions of working 
days l o s t per yea r . Since working days approximate 
three hundred per year , the percentage of time l o s t may 
be t r ans l a t ed into days l o s t per year multiplying by Three'.' 
Vaid has evolved a production oriented concept and 
J H^ : 
designed a method of measuring the ra te of absenteeism. He 
emphasises tha t 'unathorised absence* i s the core of absenteeism 
measurement, and for t h i s he has suggested tha t ; 
Person not working due to unauthorised 
Absenteeism ra te —«- absence* xlOO 
man-shifts ac tua l ly worked. 
Total manshift l o s t - Manshit scheduled + The number actual ly 
p resen t . 
In sum, i t would not be to s t a t e what cons t i tu t e s 
absenteeism, and what not ; 
(a) If a s t r ike or lack-out i s i n progress or i f a worker 
i s paid off, he is not to be t rea ted as absentee j 
(b) A worker who repor t s for duty even for the pa r t of 
the day or s h i f t , should not be t r ea t ed as an absentee; 
(c) Wbrker on a regular scheduled vacation i s not to be 
counted as scheduled to work or absent . 
(d) An employee who requests time off a t other than, a 
regular vacation per iod, should be considered as absent from 
scheduled to work u n t i l l he re turns or u n t i l l i t i s determined 
tha t the absence wi l l be of such a durat ion tha t h is name i s 
removed from the l i s t of act ive employees and a f t e r t h i s date 
s 5 ! 
he should be considered as ne i ther scheduled to work 
nor absen t . 
(e) An employee i s to be considered as absent 
or scheduled to work when the employer has work 
avai lab le and employee i s aware of i t , and when an 
employer has no reason to expect, w i l l be in advance 
t h a t the employee w i l l not be ava i lab le for work a t a 
specif ied time* 
Chronic absentees a re those who are habi tual to 
take themselves absent from work now and then. The 
concept of chronic absentees d i f fer from plan t to p lan t 
depending on leave r u l e s . 
I t has been observed tha t the phenomenon of 
absenteeism does not e x i s t only in Indian industry, 
but i t i s a universa l f a c t . The difference i s only 
in terms of magnitude. The r a t e of absenteeism varied 
widely from 7 to nearly 30 percent . In some occupations 
i t has r i s e n to the abnormal l eve l of l+O percent in some 
seasons. I t has been found to be r e l a t i v e l y higher in 
; 6 : 
the larger concerns than in the small ones where the 
boss can keep in personal touch with the employees. 
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FACTORS ASSJGIAIED WITH ABSEMTEEISM 
The spec i f ic causes of absenteeism are numerous 
and devious• To a t t r i b u t e absenteeism i n a given case 
to i l l n e s s , for example, may r e s u l t in overlooking the 
fac t t h a t inco i rec t Job placement may have led f i r s t to 
boredom, then to fa t igue , and then to physical iL lness . 
Among the reasons for absenteeism, the followins 
l i s t contains those c i t ed frequently : 
(a) Ordinar i ly , i l l n e s s i s high on the l i s t of 
absenteeism causes, running as high as ^Qfo of the 
absenteeism in some cases , 
(b) I ndus t r i a l accidents and occupational disease 
bring on much absenteeism. 
(c) Poor production and mater ial control can 
r e s u l t in absenteeism, unless the flow of work between 
departments i s balanced and maintained, workers may stay 
away from t h e i r jobs because they lose i n t e r e s t i n the i r 
work and lose the fee l ing of the importance of being 
dependable• 
: 8 ; 
(d) Hours of work on cont r ibute to absenteeism 
scheduled increases i n overtime hours are sometimes 
almost e n t i r e l y offse t by hours of absenteeism, in 
one p l a n t , employees working seven days a weak, 9t 
hours a day, l o s t twice as much time as employees working 
s ix days a week. 
(e) Lack of i n t e r e s t or of a fee l ing of responsi -
b i l i t y and worthwhileness a re fundamental causes of 
absenteeism. I t has been found, for example, tha t 
compaigns intended to show employees the s ignif icance 
of t he i r e f for t s have cut absenteeism as much as 50percent. 
( f ) After-pay day sickness and hangovers contribute 
to absenteeism, p a r t i c u l a r l y when combined with poor 
working condi t ions , lack of i n t e r e s t in work and high 
wages, 
(g) -A miscellaneous group of causes would include 
such factors as bad weather, lack«of t r anspor ta t ion , 
search for another job , personal business , oversleeping 
and friends v i s i t i n g from out of town. 
s 9 : 
(h) At t i tude of mind-caused by environmental 
f ac to r s , social©gical f ac to rs , or opinions of neigh-
bours may condit ion some to develop a feel ing of 
i r r e s p o n s i b i l i t y about coming to work. 
"** Absenteeism i s due to lack of "Commitment" on 
the pa r t of the workforce. C]e rk Kerr i s of the 
opinion that since " The degree of commitment va r i e s 
with the degree of a count ry ' s i n d u s t r i a l growth or 
maturi ty , absenteeism i s inversely re la ted to the 
i n d u s t r i a l development" •* The worker in process of 
the ear ly stages of i n d u s t r i a l i s a t i o n i s more prove to 
absenteeism, prolonged and sporadic withdrawal from 
i n d u s t r i a l work, wild eat stoppages, noked voilence, 
amd des t ruc t ion of machines and p roper ty . " They,therefore 
emphasis t h a t absenteeism i s due to the factors t h a t 
influence worker's committment. 
Hence, on the other hand, refutes t h i s idea and 
fee ls tha t absenteeism i s re la ted to now valves and 
norms which are developing among the work force as a 
r e s u l t of technological developments. Work and l e i su re 
: 10 ; 
are now cherished for by the worker, and these he 
wants to enjoy along with monetary benef i t s he gets 
for his s e r v i c e s . Economic cons idera t ion , there fore , 
decides whether one would l i k e to be absent from work. 
The Loyal Ctommission on labour observed, that 
h i ^ absenteeism among indian labour i s due to t he i r 
r u r a l o r i en t a t i on ; and his fre^^uent urge for ru ra l 
evodus. The labour, coming from the ru ra l atmosphere, 
finds great d i f f i cu l ty in adjust ing himself to the new 
way of l i f e within the Urban i ndus t r i a l milieu; and 
therefore , he wants to re turn to the v i l l age nexus as 
frequently and as early as poss ib le • 
On the bas is of the above mentioned and personal 
observat ions , the factors generally associa ted with the 
absenteeism can be divided in to three ca t ego r i e s : -
( i ) Organisational factors e . g . degree of s t r a i n / 
heaviness of work; leave rules and procedui^es,unhelpful 
non-cooperative work group; qual i ty and s t y l e of 
supervis ion; working condi t ions ; job s a t i s f a c t i o n and 
: 11 ; 
chal lenges ; recruitment pol icy ; induction and placement, 
housing, t ranspor t e t c . . 
( i i ) Personal factors e . g . length of journey to work 
length of se rv ice ; mater ia l s t a t u s ; family respons ib i l i ty 
and s i z e ; personal h a b i t s , mar i ta l harmony ; inflence 
of second wage earner ( spouse) e t c . 
( i i i ) Ebcternal factors e . g . l eve l of unemployment, 
p a r t i c i p a t i o n in re l ig ious ceremonies and fes t iva l s e t c 
By way of genera l i sa t ion i t can be said that 
cateaary ( i ) i s most d i r ec t ly under the cont ro l of the 
management of indiv idual production un i t s while factors 
in category ( i i ) a re controlable or manipulative to a 
very l e s s e r degree. Haw ever, the personal factors 
and the ex te rna l fac to rs are generally outside the 
control wholly or l a rge ly of the ind iv idua l i ndus t r i a l 
o rgan i sa t ions . 
The r a t e -of absenteeism i s lowest on the pay day 
and i t increases considerably on the days following 
; 12 : 
payment of wage and bonus d i s t r i t u t i o n . " The leve l 
of absenteeism i s comparatively high immediately af ter 
the pay day, when workers e i t h e r f ee l l i k e having a 
good time, or i n some other cases re turn to make purchases 
for the family and to meet them." The incidence of 
absenteeism both before and a f te r a holiday has a lso 
been found to be higher than t h a t on normal days. 
Absenteeism i s generally high among workers below 
25 years of age and those beyond kO years " Younger 
employees are not r egu la r and punctual" presumably due 
to the employment of a la rge number of new-comers among 
the younger age group and the older people not being 
able to withstand the strenuous nature of work. 
I t has also been found tha t " absenteeism also 
d i f fers from department to department within a u n i t . 
For example, in Mixing and Blow Room and Bundling and 
Baling, where only a few workers were employed and the 
physical conditions were b e t t e r than in other departments , 
the r a t e of absenteeism was comparatively l e s s " . This 
difference in r a t e of absenteeism has been al leged to 
s 13 : 
to be due to the pecul ia r s t y l e and p rac t i ces of 
management, the composition of labour force and the 
cu l tu re of the organisa t ion . 
The percentage of absenteeism i s generally 
higher during the night sh i f t s than in day sh i f t s .This 
i s obvious for the workers in the n ight sh i f t experience 
great discomfort and uneasiness i n work compared to 
t h e i r work during the day t ime. 
JODSenteeism in India i s seasonal in character , 
I t i s h ighest during March-j^pril-May when land had to 
be prepared for the monsoon sowing, and also in the 
harvest season( September- October) when the r a t e goes 
as high as J+O .^ 
Thus, drawing the analogy, we see tha t those 
factors within the employee as an individual o r number 
of a group, can be considered to be p a r t of the nature 
of the manpower unput to the production system, and 
therefore can be cont ro l led by management a t the input 
; 11+ ; 
stage through manpower planning, recrui tment , se lec t ion 
and placement techniques . For th i s control of 
absenteeism must be i so la t ed and t h e i r associa t ion 
with absenteeism determined, to provide the background 
aga ins t which manpower decision can be taken. 
Those factors within the employing organisation 
tha t imping on the indiv idual and a re responsible for 
shaping his work behavior pa t te rn can be seen to be a 
product of the t o t a l system design and therefore amend-
able to c o n t r o l , vio production technology philosophy, 
employment po l i c i e s and managerial a t t i t u d e s and s ty le 
Again cont ro l i s possible only when management i s aware 
of the individuals response to his organisa t ional s e t t i n g 
and i t t ie tb^. t l ierQ, e x i s t s any co r re l a t ion between system 
design or aspects of system design and work behaviour 
p a t t e r n s . 
Having described the count ro l l ing factors of 
absence behaviour and indica ted t h e i r s ignificance to 
the t o t a l problems, i t is now necessary to described the 
mechanism through which manpower in the form of absence 
: 15 : 
i s l o s t to the system, For th i s s i lock offers a 
meaningful desc r ip t ion . He sees the act ion of an 
individual to report for , or f a i l to repor t for, the 
job he is scheduled to work on, as a decision which i s 
the i n t e r ac t ion between the cha rac t e r s t i c s of the 
employee and the f i rm. Following from th i s def in i t ion 
and t r e a t i n g the ind iv idua l as a sub-system of the 
t o t a l system, a model depict ing absence behavior can be 
developed as i s shown in Fig* 
AbseTice hetta^o^/'cuii 
Fig.l-^sence behaviour Model. 
In Fig. SA and SB represent stimuli impinging on 
the individual. Stimulus A is propagated by character-
sties of the individual and stimulus B by those of the 
organisation. It is the resultant of these two stimuli 
through the individual that is responsible for his 
absence behaviour pattern. From readings in psychology, 
: 16 : 
i t I s concluded tha t individual a t t i t u d e s are a 
dominant factor in shaping behaviour and i f a t t i t udes 
were to change then behaviour would change. This 
implies t ha t i n any measurement of behaviour, are has 
to i so l a t e those a t t i t u d e s tha t may be responsible 
for p a r t i c u l a r behaviour p a t t e r n s . Addit ionally, an 
individuals perception of a given s i t u a t i o n may be q.uite 
d i f fe ren t from a n o t h e r ' s , i . e . while one individual may 
receive a s t i au l e s from the s i t ua t ion s imi la r to tha t 
received by o the r s , b is i n t e r p r e t a t i o n wi l l be q.uite 
d i f ferent from tha t of anyone e l s e . To th i s e n d , i t i s 
f e l t t ha t these two psychological cha rac t e r s t i c s of 
a t t i t u d e and perception are mutually dependent in t h e i r 
formation and appl ica t ion and cannot be ignored in any 
behavioural problem. The inference is tha t individuals 
with d i f fe r ing absence behavioural pa t t e rns should d i s -
play d i f fe ren t individual c h a r a c t e r s t i c s , and factors 
of organisat ion design, t h a t are conducive to high leve ls 
of absence, management has a framwork for con t ro l . 
While the foregoing has not attempted an in-depth 
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psychological explanation of absenteeism, i t has intended 
to provide management with a concept of howabsenteeism 
r e f l e c t s in both the t o t a l system and sub-system. Moreover, 
i t has shown tha t the factors tha t are cont ro l lab le in 
the t o t a l System are those tha t can be measured in the 
sub-system. 
A study i s ca r r i ed out by me so as to iden t i ty 
the factors associated with the absenteeism in micro 
s i t u a t i o n i . e . U.P. Cooperative spinning Mill Etawah uni t 
of U.P.T.C.keeping in view the specif ic with background the 
s o c i a l , c u l t u r a l and environmental s e t t i n g ex i s t ing in the 
region. Detai ls of the study r e l a t i n g to the methodology, 
analys is and findings are given in the proceeding chap te r s . 
_G_H_A_P J?_E_R_- _I I I _ 
QOOPIJIRATIVE SPINMIMG MILL ETAWAH A BIRDS EYE VI£w 
U.P.Cooperative spionlng Mill,Stawah, which i s 
a pa r t of National Textile Corporation (U.P) with i t s 
Head Office in Kanpur i s s i tua ted U- km. away from the 
Etawah c i ty on the Delhi-Kanpur Railways. I t was s t a r t ed 
by tile U.P. Government in Cooperative Sector in I967. 
There a re 1,000 workers employed in th i s factory, 
among them about 600 a re sk i l l ed and -^00 unski l led or 
semi-sk i l l ed . I t i s badly affected concern by absenteeism. 
In t h i s Unit 1,3^,^00 Mandays were l o s t due to absenteeism 
during I98I, in addi t ion to the provision of leave reserve . 
The percent r a t e of absenteeism here is ^0%, 
The chronic absentee for the purpose of Analysis are those 
who had been absent over 80 days during a yea r . The names 
of the average employees were se lec ted on a random basis 
out of the t o t a l employees s t rength of 1000. 
The workers here are paid fts.23/- per day with 
I 19 : 
leave 1 on 20 days work facilities provided by the 
Government. The canteen facility has been provided to 
the workers but I found that management of thiscanteen 
was not good. 
This factory is rural based and majority of the 
workers are illiterate, so I faced great difficulty to 
serve my purpose. 
n^yi 
^0t€2l»^ I 
X 
IfaxiSty Tic»9^^^t 
^IftSfJiptft^is^t 
Cie^icai ^tb4S 
JZ n. 
Wotke/s 
ORGANISATIONAL STRUCiaRE OF U,P. COOPRATIVE SPIHNING MILL 
HTAWAH 
METH0IX)D3GY MP GOVi^ AGS 
The purpose of the study was to Invest igate 
the assoc ia t ion of c e r t a in va r i ab l e s , i . e . o rganisa t ion! 
and personal factor which are l inked with absenteeism 
of the employees in t h i s pa r t i cu l a r o rgan isa t ion . The 
aim was to i den t i t y , i f poss ib le , the major factors 
cons is ten t ly associa ted with high l eve l of absenteeism. 
A preliminary survey was ca r r i ed out for th i s 
purpose; two groups of employees were i den t i f i ed , i . e . , 
one habi tua l absentees and the other average employees 
from the point of absenteeism. The behaviour pa t te rn of 
these two d i f ferent dimentions were s tud ied . The d i rec t ion 
of t h i s study would appear to be on the bas i s of comparing 
hidi and average absence groups and la:>king for co-variance 
between absence and t h e i r va r iab les in combination. For 
th i s purpose an appropriate semi-structured interview and 
quest ionnaire were designed. This questionnaire contained 
about Thirty s ix questions r e l a t i n g to d i f fe ren t f a c t o r s , 
A copy of which is a t tached a t the end. The major questions 
s 21 s 
r e l a t i n g to the socio-economic and organisat ional factors 
were such as : -
(1) p a r t i c u l a r s of the employee; 
(2) Family s t a tus ; 
(3) Distance of residence ; 
(k ) Mode of Transport; 
(5) Dependents ; 
(6) Total monthly income from a l l sources; 
(7) Supervisory re la t ionsh ip ; 
(8) Behaviour of the supervisor ; 
(9) Job s a t i s f a c t i o n ; 
(10) Go-worker r e l a t i onsh ip ; 
(11) Working conditions ; 
(12) Active part ic±|)at ion in union and p o l i t i c a l 
a c t i v i t i e s , 
(13) General hab i t s , 
(1^) Indebtedness ; and 
(15) I d e n t i f i c a t i o n with the organisa t ion . 
The interview was car r ied out in the loca l 
language by me. I co l l ec ted the information in the question-
; 22 J 
naire through personal interview. The interview was 
carried out without any distraction. The interviews 
lasted for about 30 minutes in respect of each employee. 
Then I contacted to the supervisors and asked 
about this problem. They told me certain facts which were 
responsible and encouraging this dieses. I noted down 
these facts too, which I will discuss in the proceeding 
chapter. 
This survey covered the employees who marked 
their attendance through attendance register numbering 
1,000. A sample of the habitual absentees was drawn on 
a randum sampling basis with the help of random number 
table out of 100 employees identified as chronic/habitual 
absentees from the various units. The chronic absentees 
for this study are those who had been absent over 80 days 
during a year. The names of average employees were selected 
on a fandom basis out of the total employees strength of 
100 in this plant. 
iUJALYSIS OF ^UESTIOHNAIAES 
The responses received through the questionnaires 
were c l a s s i f i e d and t abu la ted . S t a t i s t i c a l t e s t s of s i g i i -
ficance were employed to examine and various organisat ional 
and personal f ac to r s . In a l l 36 chi-square t e s t s for various 
factors were car r ied out r e l a t ed to organisa t iona l factors 
out of which some of them were common ; pa r t l y personal and 
22 re la ted to personal f a c t o r s ) . The ana lys is of the t e s t s 
a r i sed as under s-
Factors No.of factors 
considered. 
No.of factors found.' s t a t i s t i c a l 
to have s i g n i f i c a n t ' l eve l signi-
r e l a t ionsh ip with \ f icance.~ 
absenteeism. ! 
Organisa-
t iona l 
fac tors 
11+ 95% /« 
Personal 
fac tors 
22 IV Wo 
The above data suggests tha t more than the personal 
factors have s ign i f i can t r e la t ionsh ip with absenteeism and 
:2^ ; 
and may be more important than the organisational factors. 
Statistical significance level of the absenteeism factors 
Organisational F&ctors Significance level 
Lack of awareaess among the 
employees of having taken 
more leave• 
Mode of transport used to reach 
the workplace. 
.001 
Lack of Housing f a c i l i t i e s ,01 
Need for cha^nges in the place- ^ ^ 
ment of employees. 
Time taken to reach the workplace 
from residence• 
.001 
Sk i l l l eve l .01 
.05 
.01 VfiLll not leave the present job 
on ge t t ing s imilar job o u t s i d e . 
F l ex ib i l i t y of labour . ,01 
Personal Fac tors . 
Age .001 
Length of experience ,001 
s 2 ^ ' 
Grade of pay .001 
Service in the grade .001 
Loans and Advances taken .001 
Level of Education .01 
Frey.uency of siclcness .01 
Marital status .001 
Distance of residence from 
factory 
Work in Agriculture in 
Harvesting and rainy season 
.001 
Frequency of visits to home .01 
Reasons for idebtedness .001 
Sending money home .02 
.05 
E . S . I . Scheme .001 
Alchoholism .01 
FINDINGS; FACTORS RESPONSIBLE FOA ABSENTSgISM 
The conclusions that can be drawn from the 
analysis of the acquired data are now presented. The 
salient features throwing light on specific aspects can 
be summarised as ; 
First, many more of the personal factors are 
important than organisational factors in influencing 
absenteeism of the workers. This implies that the individual 
play a major role in absenteeism. During the course of 
interview some of the habitual absentees mentioned; that 
these was hardly any thing management can do, the employees 
has to solve his own problems which are of personal nature. 
The habitual absentees did not put the blame on the manage-
ment for their high absenteeism. 
Second, there appears to be striking differerence 
in both groups( regular and high absenteeism). Some of the 
factors which have significant relationship on high level 
of absenteeism are given below. 
s 2^ i 
(a) Oreanlatlonal Factors; 
(1) Lack of awareness among the employees of 
havins taken more leave. 
— " • • - I • • - • • • — 
I t i s found t h a t more the employees are kept 
Informed about t he i r absence, l e s se r i s the r a t e of 
absenteeism. The approach to the problem i s to t h e i r 
supervisors to t ac t fu l ly and sens i t i ve ly make individuals 
aware tha t he has been absent and also to make l i ne feel 
tha t he i s needed. 
( i i ) Lack of Housing f a c i l i t i e s . 
The fac t came intD my knowledge tha t only 5^ 
workers out of 1000 were provided accomodation by the 
factory and the r e s t of the workers l i v e i n t h e i r v i l l ages 
which are in some cases f a r , from the fac tory . Through 
interview I found tha t most of the workers were very much 
in t e re s t ed in ge t t ing accomodation f a c i l i t y which they 
complained i s one of the cases of absenteeism. 
: 2$ I 
C^i^) Need for changes in placement of employees 
The ana lys i s reveals tha t chronic absentees 
show an inc l ina t ion for l e s s e r mobi l i ty . For ins tance, 
they would not l i k e to be t ransfer red from the i r present 
place of working. This may be due to ; 
-•Convenience' they find i n the present working 
environment enabling them to go on frequent l eave . 
- Their lack of confidence i n handling a different 
assignment. Hence job ro t a t i on and t r a i n i n g may expose 
them to never opportuni t ies and help them to rea l i ze t h e i r 
l a t en t p o t e n t i a l s . 
( iv ) Time taken to reach the workplace from 
res idence; 
I t i s found tha t everage absentees taKe lesse r 
time to reach t h e i r workplace than t h e i r chronic counterparts 
"^^ ^ S^i l l l e v e l ; The chronics are more in semi-
sk i l l ed and unski l led workforce as compared to the average 
- 2^ 
group, i . e . s k i l l l eve l i s lower among high absentee group 
perhaps, the job enlargement in the lower leve l jobs by 
adding var ie ty may help br ing about b e t t e r s a t i s f ac t i on and 
lower absenteeism. 
(v i ) Mode of t ranspor t used to reach the workplace 
The employees using independent mode of conveyance 
l i ke cycle or even walk are found to be l e s s absent-prove 
than those dependent on publ ic t r a n s p o r t . 
( v i i ) Will not leave the present job on get t ing 
s imilar .job o u t s i d e . 
Given an opportunity, only few chronic would 
consider favourably leaving the organisa t ion than the average 
group. 
( v i i i ) F l e x i b i l i t y of Labour;-
I t was found tha t the requirement for the f l e x i b i l i t y 
of labour u t i l i s a t i o n , caused insecuring and lack of well being 
: lb : 
in individuals, which increased their propensity to be 
absent from work. The type of behaviour pattern this 
absence produces, in conjunction with the contingency 
plans that have to be made to compensate for the absence, 
only accelerates the problem. 
Labour flexibility is as dominent factor in the 
total absence problem. 
(b) Personal Factors; 
i^> Age ' 
The chronics are more in the higher age 
b racke t . May be older workers often feel to be discriminated 
agains t in many ins id ious , covert ways leading to absenteeism, 
I t i s to t h i s we have to address ourse lves . 
( i i ) Length of experience: 
The chronic are more in the higher experience 
group. This may be perhaps due to psychological aspect 
tha t one finds a j u s t i f i c a t i o n in seeking re laxat ion for 
having done so much to the organisat ion and a lso a sense 
^ 
of oversecuri ty developed over y e a r s . 
(^^^^ Grade of pay; 
(iv ) Service in the grade; 
The chronic absentees are more in the hither 
grades and service in the grade group* 
(v) Loans and advances taken; 
Chronic absentees have taken large amoung of 
loans ranging from Rs.5,000 and above vhile average group 
below this amount. 
(vi) Level of Education ; 
Chronic absentees are more in the illiterate 
group. 
(vii) Frequency of sickness; 
In the chronic absentees, the degree of sickness 
: 32 ; 
is much high as compared to average group. One important 
fact which I found through the E . S . I . Hospital i s tha t 
most of the workers i . e . 75% are effected by 'Syphi l is" 
diseas because they usually go to proi tu tesm. 
( v i i i ) Marital s t a t u s ; 
Chronic are more in the married c l a s s . This can 
be possibly explained by increased personal commitments 
t ha t one i n h e r i t s with marriage. Probably the l e g i s l a t i o n 
to increase the age- l imi t for marriage may not only help 
cont ro l the population but may ind i rec t ly help the i ndus t r i a l 
sector in showing higher output in th i s year of productivity^. 
( ix) Distance of residence from factory: 
The average group normally l i ves nearer to the 
factory even i f i t means finding an accomdation on one's 
own. 
(x) Frequency of v i s i t s to home town. 
Cxi) Reasons for indebtedness: 
: 33 ; 
The nature of indebtedness var ies between the 
average and chronic groups .While the average group seems 
to borrow loans for spec i f ic commitments such as marriage, 
purchase of land, house e t c . , but the chronic do i t to 
finance t h e i r day-to-day family expenses, 
( x i i ) aending money home : 
The habi tual absentees are l e s s in numbers in 
sending money home as compared to the a v e r a ^ group. This 
i s probably on off-shoot of lack of r e s p o n s i b i l i t y , even 
in personal l i f e , shown by chronics . 
( x i i i ) Wbrk in Agriculture in Harvesting and Rainystta 
The r a t e of absenteeism i s more in Harvesting 
and rainy season^ Because they earn more from a g r i c u l t u r e . 
( x iv) E . S . I . Scheme; 
The absentees take improper benef i t of the E . S . I . 
scheme because of the fact tha t from factory they earn h3.23/ 
5 3^ : 
per day while in E .S . I , through medical leave they get 
Hs.15/- from the factory and Rs.10/- from E . S . I . i .e.Hs.25/-
per day. 
( xv) Alchoholism ; 
The habit of workers here a l so cons t i tu tes a 
s ign i f i can t cause of absenteeism. I t was found tha t the 
r a t e of absenteeism is high in the f i r s t week of each month 
when workers when worked get t h e i r wages. When pockets 
are fu l l they rush to l iquor shops to forget the immediate 
worr ies . The sorrows and sufferings which they have, the 
s t a t e and l e s s nourishing food, served in cheep res taurants 
and the lack of family l i f e a leaves no a l t e r n a t i v e but to 
r e s o r t to dr ink. I t s hangover, the other day, leads to 
absenteeism. 
Third, the s t a t i s t i c a l t e s t s reveal tha t in th i s 
uni t there does not appear to be any s t r i k i n g difference 
among the two groups of employees considering cer ta in factors 
which are conventionally associa ted with absenteeism. For 
example, the study as fa r as U.P. Cooperative Spinning Mil l , 
s 35 ; 
Etawah is concerned, the habit of absenteeism is independent 
of -
- Working condit ions ; 
- Department of post ing; 
- Job knowled^ of supervisor ; 
- Non-provision of Bus f a c i l i t y by the company; 
- Relationship with supervisor j 
- Relation with Go-workers; 
- Distance of na t ive p lace ; 
- Living in own house; e t c . 
The above f indings, s t r i k i n g , r e l a t e to ce r t a in 
welfare po l i c i e s of the o rgan i sa t ion . For instance, i t 
may be more meaningful to help employees secure t h e i r own 
mode of t r anspor t by extending loans than to expand the 
f l e e t of factory t r anspor t , thus d r i f t i n g organisat ion 
energies to per iphera l a c t i v i t i e s than concentrating on 
main ob jec t ives . 
In ar^ case , the above findings make i t c lea r 
tha t the problem of chronic absenteeism i s aore re la ted 
to the indiv iduals a t t i t u d e n a l and value system. The chronic 
£ 3^ i 
absentees have l ea rn t to adjust a l i f e ' s tensions by 
withdrawinn and. s taying away. They have adopted haoit 
of indifference and l a z i n e s s . Freq.uent discreionary 
absences have become a par t of t h e i r l i f e - s t y l e . I t may 
be worth-while to find whether attendance a t the ind iv idua l ' s 
l a s t school would be pred ic t ive of his absence-rate in 
work p l a c e . I f early childhood pa t te rns have led to tha t 
kind of an adjustment, a t t r a c t i v e work s i t ua t i on and other 
pos i t ive factors may not much influence the absenteeism 
problem. 
Fourth, majority of the employees come from 
places near to the factory and they v i s i t t h e i r home towns 
very often. This study has also revealed tha t employees 
are devoted to t he i r f ami l i e s . They value the happiness 
of t h e i r family members as major source of t h e i r happiness. 
The other ex terna l factor beyond the control of 
the organisa t ion is the job unsecur i ty . I f 300 workers 
respond to duty and the work is only for 250 workers, the 
r e s t 50 workers are sent back without pay. I t a lso r e su l t 
: 3? i 
in absenteeism because if the permanent workers are 
on leave the temporary workers are not available due 
to unsecurity of job. 
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EFFECTS OF GHBONIC JBSENTEEISM 
Absenteeism i s an i n d u s t r i a l disease affect ing 
p roduc t iv i ty , p r o f i t s , investment and the absentee workers 
themselves. I t s consequences are alarming, as a day l o s t 
is a resource l o s t , deprived of being inves ted . 
Absenteeism in industry stops machines, disrupts 
processes , creates production bot t lenecks , hampers smooth 
flow or cont inui ty of work, upsets production t a r g e t s , 
r e s u l t s in production l o s s e s , increases d i r e c t overhead 
cos t s , increases workload of the inexperienced, l e s s 
experienced or sub-standard workers as subs i tu t e s , thus 
in term crea t ing problems of recrui tment , t r a i n i n g , job 
adjustment, moale and a t t i t u d e s . Manpower planning i s 
rendered impossible. Casual o r substandard employees 
increase machine downtime, re jec t ion of finished products, 
break down of machinary and consequent idle machine hours. 
Absenteeism on the one hand, contr ibutes d i rec t ly to the 
5 35 -
r i s e i n production cos ts while on the other i t deprives 
the industry of i t s hard-earned reputat ion due to de te r io -
ra t ion in qual i ty of goods produced and the delay in supply 
to valued customers. 
The loss in product ivi ty due to absenteeism in one 
year i . e . I98I alone i n t h i s Spinning Mill was 33;675 Kgs 
and the loss in p r o m t s in product ivi ty and p r o f i t s , 
magnitude oi' c ap i t a l l o s s was enoriiious;^ because, absence 
of one worker causes subs t en t i a l i d l e eq.uipment and leads 
to loss of c a p i t a l p roduc t iv i ty . The s taggering cost of 
absenteeism may be imagined from the fact a ^0% r a t e of 
absenteeism means tha t in about 10 years i t works out to 
an equivalent of the e n t i r e workforce being completely 
absent for an en t i r e yea r . 
I l l e f fec t s of absenteeism on those who cause i t 
are equally baneful . The absence without pay may have 
a lso caused f inanc ia l loss and conseliofintly hardships to 
t h e i r f ami l i e s . I t reduces his earnings and adds to his 
indebtedness, decreases his purchasing power,makes i t d i f f i -
c u l t for him to meet n e c e s s i t i e s of l i f e leading to personal 
ilto i 
problems of a t t i t u d e and morale, and in many cases loss 
of employees and re su l t an t d i s a s t e r for h is dependants. 
J . a .A ? X E R' VII I 
K)W TO QyJgRGOME ABSErJTESISM; SUGGBSIIVE PQIi\ITS ON _IH£ 
BASIS OF INTSrtYIEW TAKMi 
Abseateeism i s a s e r i o u s problem in fac tory manage-
ment because i t invo lves beavy a d d i t i o n a l expenses . E i t h e r 
r e s e r v e s and under s t u d i e s i s to be held in r ead ines s t o 
t ake p l a c e of the absen t ee o r the overhead c o s t of i d l e 
equipment t o f aced . The employees do not usua l ly ask leave 
t o be a b s e n t before hand o r even give n o t i c e dur ing an 
absence as to i t s expec ted l e n g t h , so t h a t raan;gemeat i s 
genera l ly l e f t u n c e r t a i n as to the p robable d u r a t i o n of 
any employee 's absence cannot take a p p r o p r i a t e measure to 
f i l l t he gap. 
The measures sugi^ested by theEncyclopaedia of s o c i a l 
sc iences t o reduce the r a t e of absenteeism, are of utmost 
importance i n t h i s d i r e c t i o n . The measures suggested are 
as follow ; -
(1) The pe r sonne l Management should encourage n o t i f i c a t i o n 
e x p e c i a l l y in cases such a s , s i cknes s when the du ra t ion o f 
absence i s l i k e l y to be l o n g . 
(2) In CHse of personal and family circumstances e .g . 
i l l n e s s of chi ldren in case of married woman employees 
which make absences unayoidaole, the grant of leave be 
observed l i b e r a l l y * 
(3) To reduce unavoidable absence due to sickness and 
indus t r i a l acc iden ts , the recourse to the programmes of 
the i ndus t r i a l hygiene and safety movements be undertaken. 
{h) Regularity of attendances to some extent can be 
encouraged by bonus and other pecuniary inducements. 
C5) ^ sen t ee i sm i s probably a na tu ra l human react ion 
to the rout ine of the modern factory. There i s a mal-
adjustment between man's i n s t i n c t s and des i res and the 
regular workim habi ts tha t are imposed upon him. This 
rout ine can be relaxed or modified by granting vacation 
with pay, shortening or r e d i s t r i b u t i n g scheduled hours, 
having employees l i v i n g nearer to the i r place of work, 
and adjus t ing t h e physical condition of the p lan t , e spec ia l ly 
noise and v e n t i l a t i o n . 
s A 3 ; 
Walter Diets suggests the following rocess to be 
used by manigement i f i t r ea l ly wants to reduce absenteeism 
ra te i . e . , f inding out s 
(1 ) Vftiere absenteeism occurs ? 
(2) When i t occurs ? 
(3) Who i s absent ? and 
(U) Why they don ' t come to work ? 
But J . S . Brand ford makes other suggestions which 
include seven fold process i . e . ; 
(1) ^ a l y s e the cause. 
(2) F i tness to j obs . 
(3) Provide, adequate t r a i n i n g . 
{h) Keep adequate record. 
(5) Delegate r e spons ib i l i t y for absentee control 
(6) Penalize absences ; and 
(7) Beward a t tendances . 
In the l i g h t of the above mentioned suggestions and 
the environment of t h i s p a r t i c u l a r factory. I can offer 
:4^ ; 
the following suggestions to remedy the absenteeism : 
( i ) Hea l th fu land hygienic workin;^ coadi t ions ; 
The workers should be provided with proper and 
healthy working condi t ion . Thus provision for pure 
dt inking water, cantee, works l avo to r i e s , r e s t rooms, 
heating and l i gh t ing arrangements, ven t i l a t i on arrangement 
need improvement. AH these w i l l help in keeping the 
worker cheerful and aid to an because in product ivi ty and 
eff iciency in operation in e n t i r e p l a n t . The labour 
inves t iga t ion committee a l so suggests t h a t ; 
^ Excessive fa t igue and sweeted condit ion of work 
are bound to create a 'defence raachanism' in the worker 
and i f abiding r e s u l t s are to be obtained, the best policy 
would be to improve condit ions of work for workers and 
make them feel contented and happy.« 
( i i ) Provision of reasonable Wages and allowances and 
t rans fe r ,iob secur i ty to workers; 
In the time of continuous p r ice r i s i n g the wages paid 
;<r5": 
by the factory i s not able to cope with t h e i r expenses. 
Therefore the tnanagement should make provisioa I'or payment 
of reasonable wages and allowauices taking Lnt.-> account the 
capacity of factory to pay, the l eve l of wages prevai l ing 
in d i f fe ren t uni ts of the same kind in the some area and 
in neighbouring a reas , the product ivi ty of the labour , the 
general e f fec t of the r i s i n g wages in neighbouring u n i t s . 
The allowance should include old age allowance, length of 
service allowance, pos i t ion allowance, spec ia l job allowanc^e, 
gDod attendance allowance, t r anspor ta t ion allov/ance, and 
housing allowance, so t ha t worker may feel secur i ty of 
employment. 
( i i i ) Motivation of workers towards work bv welfare and 
Social secur i ty measures; 
Motivation leads to p roduc t iv i ty , therefore the 
raanagenent should recognise the needs of workers and 
provide them adequate and cheep housing f a c i l i t i e s free 
or subsidized food arrantements, free medical aid and t r ans -
por ta t ion f a c i l i t i e s to and from t h e i r v i l l a g e s , free 
; 4 6 i 
educat ional f a c i l i t i e s for t h e i r ch i ld ren , and other 
monetary aid non-rnonetary rewards to them. Genuine 
d i f f i c u l t i e s of the workers such as need for money a t 
the time of marriage, death family illnesvS and d isab le -
ment e t c . should be recognised by the management and i t 
should t ry to help the workers in t h i s regard. This wi l l 
create a sense of wil l ingness and belongingness among 
the Workers. 
( i v ) Improved Gongnunication process and f a i r and prompt 
redressa l of eirlevance; 
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Since majority of workers here a r e i l l i t e r a t e , 
bu l l e t in s and wr i t t en no t i ce s , journals and booklets are 
not understood by them and hence timely i l l u s t r a t i o n s and 
i n s t r u c t i o n s , meetings and counsell ing seems to be good 
and proper . As regards no t ice boards, too many notices 
should be avoided and e s s e n t i a l ones only should be put 
on i t i n simple loca l language. Notice board should be 
placed near the entrance inside canteens, in areas which 
are fre^iuently v i s i t e d . 
;A7: 
With regard to grievance settlement, the management 
should recognise that a delayed grievance may result into 
a complicated case and so procedure for fair and prompt 
redressal of grievance should be adopted. For this, the 
Management should adopt the model grievance procedure 
evoloved as a result of code of discipline, 19W« All 
supervisors should be trained to handle workers grievance 
in an informal and human manner. 
Cv) safety and accident prevention: 
Safety at work should be maintained and accidents 
should be prevented by eliminating personal factors such 
as negligence, carelessness, vanity etc. and material 
factors such as unguared and defective machinary,explosives, 
defective equipments and hand tool etc. To remove the 
personal factors job satisfaction to workers and cordial 
relationship between the workers and the employees are the 
major measures. But with respect to removal of material 
factors or the hazards supervisors must pay enough attention 
t^^-^il:^ 
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to workers to check i f proper operat ional procedures and 
safety ins t ruc t ions a r e being followed during the work 
process . Mannual in regional understandable language of 
the area , should be offered to the workforce. Sach 
mannuals should contain safety slogans a s , ' Thiak s a f e ' , 
'plan s a f e ' , 'be a l e r t ' , ' don ' t get h u r t ' , 'be s a f e ' , 
'p ro tec t your s i g h t ' , ' luck would not prevent accidents 
in unguarded moments' e t c . 
(v i ) Control Relationship Between Supervisors and Workers; 
The supervisor should recognise tha t I n d u s t r i a l 
work is a group work and i t can not be performed without 
d i s c i p l i n e . The I n d u s t r i a l d i sc ip l ine becomes ser ious 
when where "The end i s not accepted necessary or des i rab le , 
where there i s no common aim between the d i sc ip l ine r s and 
d i sc ip l ined , d i s c ip l i ne becomes a mere f rus ta t ion of 
huzian personal i ty and embitters human re l a t ions for i t is 
then a e l i n i a l of freedom to the ind iv idua l s" Cordial 
i^S i 
r e l a t ionsh ip between the supervisors and the workers is 
a necess i ty without which d i s c ip l i ne cannot be maintained 
and product iv i ty can not be increased. The decrease in 
product ivi ty and the i n d u s t r i a l d i s c ip l ine r e su l t i ng i n to 
absenteeism are the consequence of unhealthy re la t ionsh ip 
between supervisors and subordinates . 
The supervisors should p rac t i ce human behaviour 
and human r e l a t i o n s . They should be given adequate t r a in ing 
in t h i s f ie ld to c rea t such an atmosphere so tha t unflinching 
cooperation e x i s t s between them and ths workforae. 
( v i i ) Worker's education: 
In th i s area the whole mass of I n d u s t r i a l 
labour i s i l l i t e r a t e and the Modern machine Industry which 
depends in a pecul ia r degree on education and so the attempt 
to b u i l t i t up with an i l l i t e r a t e body of workers i s 
d i f f i c u l t and p e r i l o u s . Because of t h i s , the education of 
Indus t r i a l labour should receive spec ia l a t t e n t i o n . 
s fo i 
Th9 educational programme according to i^OL 
should be to make a worker : 
(1) A r e spons ib i l i t y committed and d isc ip l ined; 
(2) Understand the basic economic and technical 
aspect of the Industry and the p lant where he Is employed 
so tha t he can take an I n t e l l i g e n t i n t e r e s t in i t s a f f a i r s ; 
(3) Aware of h is r i gh t s and ob l i ga t i ons ; 
(U) Understand the organisat ion and functioning of 
Union as well as develop q u a l i t i e s of l eade r sh ip , loya l l ty 
and devotion towards trade Union work so t h a t he can 
i n t e l l i g e n t l y p a r t i c i p a t e in the a f f a i r s of his union; 
(5) Lead a calm, clean and healthy l i f e based on 
a firm e th ica l foundation; and 
(6) A responsible and a l e r t c i t i z e n . 
Cvii t ) Other measure; 
( i ) The workers should be provided a l o t of 
r ee rea t lona l f a c i l i t i e s so tha t they w i l l mi go to 
p r o s t i t u t e s . 
( i i ) There should be c lear and def in i te rules 
and regula t ions on authorised and unauthorised leave . 
( i i i ) The ru les and regulat ions r e l a t i n g to 
attendance must be explained to workers, 
( i v ) Proper record of each worker 's attendance 
should be maintained on a spec ia l dai ly attendance card . 
(V' ) Supervisors should not be regarded as 'another 
worker' and should be given def in i t e author i ty to take 
act ion on a l l cases of absenteeism. 
F ina l ly , the employer, the employee and the State 
have a de f in i t e ro le to p lay . I f each performs i t s ro]e 
property and harmoniously the proolems of inef ic iency, 
undesired c o n f l i c t , low product iv i ty , d i sasa t i s fac t ion 
on the pa r t of workers and hence t he i r lower degree of 
morale r e s u l t i n g into frequent absenteeism can be solved 
to a great ex ten t . This necess i t a t e s t hat the i n d u s t r i a l 
Helations should be based on an in tegra ted approach aiming 
a t achievement of individual s a t i s f a c t i o n , group sa t i s f ac t ion 
the goal of the community, and tha t of the ra t ion as a whoje. 
G H A P T E R-IX 
GONGLDSION 
The survey has sha t te red or a t l e a s t shaken ce r t a in 
assumptions, myths and general be l i e f as cases for absenteeism, 
which had betn held by some of the organisat ion and otber ; 
such a s , non-provision of quar ters and t ranspor t by the 
company, wide spread drunkenness amongst employees, large 
number of dependents of the employees. 
However, the study h igh l i rh t s ce r t a in areas to 
mention a few important ones, which are s ign i f ican t factors 
for absenteeism, on which individual and the management could 
take ac t ion to reduce the absenteeism in the plant* 
( i ) Lack of awareness among employees of having 
taken excess l eave . 
( i i ) Mode of conveyance used by the employees to reach 
the work place ; 
( i i i ) Need for changes in placenient of eoiployees, 
( i v ) Indebtedness; 
(v) Frequent v i s i t s to home town; 
(v l ) 111 hea l t h . 
:5*J : 
I bel ieve the factors iden t i f i ed for absenteeism 
can help in guiding the managernents future p o l i c i e s . 
Fur ther , the study has revealed tha t more personal 
factors are dominant in causing absenteeism. Indiv iduals , 
p a r t i c u l a r s l y habi tua l absentees , have to play a s ign i f i can t 
role in improving the i r l o t and other marginal cases to take 
steps to safeguard themselves from d r i f t i n g towards absentee 
proveness. Without t h e i r individual w i l l , determination 
and se l f -he lp to overcome t h e i r problems, organisation 
perhaps can do l i t t l e for them. However, i t may be worth-
while to mention that in i n d u s t r i a l i s a t i o n creates soc ia l 
s t r e s s e s and s t r a i n s . These s t r e s se s a r i s e within the work 
s i t ua t i on as well as in the personal and soc ia l l i f e of an 
i n d u s t r i a l worker. Individual i s not only iraportat but 
wanted and as such he is to be counselled to help himself. 
At the same t ime, organisat ions have to have a wider concern 
for employees wel l -beint outside factory premises, in order 
to take a more in tegra ted approach of t h e i r existence to 
enhance the qual i ty of l i f e of employees, for which manage-
ment have not only a ' s o c i a l ' but • moral ' obl igat ion as weU 
: 5 ^ : 
Provision of profess ional councell lng f a c i l i t i e s by 
organisat ions wi l l ce r t a in ly help, p a r t i c u l a r l y the 
absentee proves, in s e l f - d i r e c t i o n , responsible action 
and adjustment. 
Besides the supervisor , the other man to be trained 
in counsel l ing process i s the shop or Union stewards. The 
steward can maintain clo.se contact with the troubled employee. 
The knowledge of circumstances, in which a colleague i s , i s 
a t i e a s t the f i r s t s tep toward understanding and helpin-j him. 
He can b e t t e r assure the employee t ha t , though productivity 
and p ro f i t s are important, but f i r s t and foremost he i s more 
important. This i s the approach managements must make use 
of to solve not only absenteeism but also other i ndus t r i a l 
problems. Shop stewards are to be t ra ined to not ice symptoms 
to offer i n i t i a l intake counsel l ing, to know what resources 
are ava i l ab le , and to make r e f e r r a l s . Once the troubled 
employee i s i n the hands of the profess ional and may not be 
r e l u c t a n t to asi: for help to br ing about a change in him. 
The contr ibut ion aiade by organisa t ions in improvinr 
the l o t wi l l bring be t t e r r e s u l t s when individuals also 
play the i r role* I t i s the in tega t ion of the contr ibut ions 
of both the individuals and organisat ions which can help 
in tackl ing the problem of absenteeism both a t micro or 
macro l e v e l s . 
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